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During rapidly changing phenomenon in various spheres of life in the Gaza Strip, the construction 
companies have become more vulnerable to sudden changes, and even continue to survive and 
prosper and succeed, you must not sit and control the circumstances of the fate of the company, so 
it has become necessary for companies today to seek and plan to manage the change process and 
do measure the impact of change on the company and benefit from it in the interests and 
objectives of the company. the process of change Lead to a break in the routine work of the 
employees, it is normal to face opposite reactions, here have managers organize change process 
encourages employees who lead the company to improve continuous development. 
This research’s goal is to show importance of change to face engineering company’s challenges in 
Gaza strip, and discover all reasons behind facing change management and get over it. 
Furthermore, do the measuring impact for individuals to the Change Management process.  
This study is based on three major levels; the first thing is revising all previous studies in the 
related subject, then collect data through giving surveys and doing felid search, and the last thing 
was to do statistical analysis and data’s scientific discussion. There are 120 companies respond to 
and  the statistical analysis has been made using SPSS program. 
Statistical analysis showed that most of companies has enough attention to change and improve 
their company’s ability to compete in the construction field, but they are not hiring expert 
consultants to do this mission. As the result show that war, siege and political matters are the most 
basic reasons for the change process. It also shows that the employee’s obligation for this change 
is their regular routine for doing their job, on the other hand, the company is forcing them to 
change the way they work even if it forced to give the X for some of them. This study revealed a 
way for the company to explain the definition of change and how important it is for its employees 
using motivation and increasing salaries and it was positive. At the end, a lot of recommendation 
were set to improve the change process and also keep the company moving forward in the 








 ملخص البحث 
 
شتى مجالات الحياة في قطاع غزة، أصبحت الشركات الإنشائية أكثر عرضة لعوامل التغيير في ظل ظاهر التغير المتسارع في 
وأن تتحكم الظروف بمصير  المفاجئ، وحتى تستمر في البقاء والازدهار وتحقيق النجاح، يجب أن لا تقف مكتوفة الأيدي
لية التغيير والقيام بقياس درجة تأثير التغيير ، لذلك أصبح من الضروري على الشركات اليوم أن تسعى وتخطط لإدارة عمالشركة
كما أن عملية التغيير تؤدي إلى كسر الروتين في عمل الموظفين .على الشركة والاستفادة منه في تحقيق مصالح وأهداف الشركة
ع الموظفين الذين ، هنا يتوجب على المديرين أن ينظموا عملية التغيير بما يشجيعي أن تواجه ردات فعل مضادة لهفإنه من الطب
 .يقودوا الشركة إلى الارتقاء والتطوير المستمر
يهدف هذا البحث إلى إبراز أهمية التغيير أمام التحديات التي تواجه الشركات الهندسية في قطاع غزة، والكشف عن أسباب 
 . عملية التغيير المنشود وعوامل مقاومة عملية التغيير وطرق التغلب عليها ونجاح التغيير، وقياس تأثير الأفراد على
مراجعة الدراسات السابقة في المواضيع ذات الصلة، ثم البحث الميداني لجمع البيانات : أجريت هذه الدراسة على ثلاثة مراحل
، وتم عمل التحليل شركة 120استجابت من خلال الاستبيانات، ثم عملية التحليل الإحصائي والمناقشة العلمية للبيانات، حيث 
 ).SSPS(صائي اللازم باستخدام برنامج الحزمة الإحصائية للعلوم الاجتماعية الإح
أظهرت نتائج التحليل الإحصائي أن معظم الشركات لديها الوعي الكافي بأهمية التغيير اللازم لتحسين الشركة وزيادة قدرتها على 
يذ عملية التغيير الفعالة، كما أظهرت الدراسة أن التنافس في سوق العمل، لكنها لا تقوم بتعيين لجنة استشارية مختصة لتنف
الحصار والحروب والظروف السياسية المضطربة من أشد العوامل المسببة لعملية التغيير، وتبين أن الموظفين يقومون بالتعبير 
التغيير حتى لو  عن معارضتهم للتغيير كونهم تعودوا على نمط عمل محدد، لكن بالمقابل تقوم الشركة بإجبار الموظفين على
اضطرت إلى ترحيل بعضهم من العمل في الشركة، وعرضت الدراسة طرق التغلب على مقاومة من خلال أسلوب الإدارة في 
في . شرح مفهوم التغيير وأهميته للفرد والشركة ككل، وأيضا بالتدريب والتحفيز بزيادة الأجور للموظفين وكانت النتائج ايجابية
يد من التوصيات لتحسين عملية التغيير والمحافظة على تطور الشركة وتقدمها في سوق العمل، والتغلب على النهاية تم وضع العد
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The complexity of the world in which we live makes the pace at which changes invade our 
life to be more accelerated. Everything around us is accelerating. The speed of technical innovations 
and technological discoveries in all fields, generating a need for extensive changes in organizations 
and companies. However, regardless of their knowledge, intelligence or quantity of data acquired 
over the life by people, they still remain social beings who do not like frequent changes (Williams 
et.al, 2002).  
The People have a natural resistance to change, but not everyone reacts in a similar fashion, or for 
similar reasons. The amount of resistance also varies from person to person.  These discrepancies 
may be the root of technology implementation problems.  There is no clear vision to resistance, 
making the implementation of technology change a very difficult goal to achieve (Rojas and Locsin, 
2007). The concept of change management is familiar in most organizations today but how they 
manage change, Varies enormously depending on the nature of the business, the change and the 
people involved.  
Organizations that handle change well appear to thrive, whilst those that do not may struggle to 
survive. A key part of this depends on how far people within the organization understand and deal 
with the change process. (www.nwacademy.nhs.uk) 
 
1.2 Problem statement 
The companies not remain static because its functions is living constant changes which 
require to respond to environmental changes, whether economic, political, social or technical, also 
the companies are also experiencing changes due to internal factors and vary from one organization 
to another depending on the nature of work of the Organization and its capacity to respond to this 
change, and may be automatically change or depending on plan.   
The continuing changes in the Palestinian community make the organizations operate in unstable 
environment, and this places many challenges and consequences In front of the owners and 
managers in these organizations, so invited us to think to keep pace with the development of 
civilization and tackle all the unstable conditions. Here it is possible to formulate a problem: how to 
overcome resistance to change in organizations and companies due to external and internal factors? 
 




1.3 Objectives   
1) To Highlight of the need for change front the strong challenges which faced organizations to 
improving their performance. 
2) To Disclosure of the reasons for resisting change and ways to overcome them and success 
factors for change. 
3) To Measure the impact of individuals resistance on change process and their success change. 
 
1.4 Hypotheses 
The hypotheses for this study and require us to test hypotheses:  
 The need for change for companies under the challenges faced.    
 Individual resistance to change as a result of not accepting updates required by the process 
of change.  
 External factors helping to overcome resistance to change, and effectiveness of the methods 
change with regulatory organizations.   
 Turbulent conditions in Palestinian society and its role in the inevitability of change in 
organizations. 
1.5 Importance of the study 
The significance of study on being subject of an important moment in Palestinian society 
due to unstable situations, organizations and companies facing difficulties and the rapid changes 
imposed by the intensification of competition among them. Change has become an important and 
imperative for every organization that wants to survive, and to highlight the individual's attitude and 
reaction to change. 
1.6 Research Outlines 
This Research is organized in five chapters as follows: 
Chapter 1: (Introduction) 
It given an introduction about the background information with an overview of change, 
reasons of resistance and methods of overcome, objectives, research questions, research 
hypotheses, and brief the structure of the study. 
 




Chapter 2: (Literature Review) 
This chapter shows the conceptual of change, reasons of resistance and methods of 
overcome and a historical review from previous studied about overcome the resistant. 
 
Chapter 3: (Methodology) 
 This chapter shows the main methodologies used in previous studies and the methodology 
used in this research in order to achieve the required objectives, and contain a discussion of 
the method steps that will be used in the research. 
 
Chapter 4: (Results and Discussion) 
It gives the results discussion of the work; and figuring the relations between factors 
influencing on change and overcome by using SPSS software. 
 
Chapter 5: (Conclusions and Recommendations) 
Gives conclusions and recommendations about the research work described in this study; 
and prove that these results agree with main aim of this research proposed the main 
recommendation for overcome the problems which results from misunderstanding of 
important role of change in organizations and companies in Gaza Strip.
  
 



















2.1 Introduction  
The concept of change management is familiar in most organizations today but how 
they manage change and how successful they are at it varies enormously depending on the 
nature of the business, the change and the people involved. Organizations that handle change 
well appear to thrive, whilst those that do not may struggle to survive. A key part of this 
depends on how far people within the organization understand and deal with the change 
process (Kotter, 2012). 
 
2.2 Change management  
Change management is a modern trend in management applied in most companies and 
Organizations, because of rapid changes in the Organizations environment, and in this scope 
we must distinguish between the phenomenon's of change and curriculum origins. 
The Change management is the systematic approach and application of knowledge, tools and 
resources to deal with change. Change management means defining and adopting corporate 
strategies, structures, procedures and technologies to deal with changes in external conditions 
and the business-environment (SHRM Glossary of Human Resources Terms, 2015). 
Change management is the process, tools and techniques to manage the people-side of 
business change to achieve the required business outcome and to realize that business change 
effectively within the social infrastructure of the workplace (Change Management Learning 
Center, 2014). Al-Otaibi (2002) defined the Change management as managerial approach 
which implies monitoring indicators of change in the environment of business organization 
and sort those indicators related to the activity of the organization within the priorities of the 
Administration Fahmy (2004) defined the change management as good management aspects 
and determinants of change to be effective and achieving the goals. 
As mentioned Buoy study, (2002): Employees perceptions as recipients of change. The aim of 
this study is to identify the staff's views about effective change and not the views of the 
Administration, where most previous studies focused on the views of the Administration in 
public sector institutions in Western Australia where the sample size is 200 employees, and 
has identified the impact of organizational change in terms of strategies, organizational skills, 
unity and efficiency to employees through a form prepared for this purpose through books 
 





that dealt with themes of change management through interviews with senior management 
and individual interviews with staff. One of the most striking findings of the study: that the 
staff perception of the process of change through good communication, so what is the change 
target and how to achieve and what are the requirements to work increases the workers to 
accept change and therefore change more effectively. 
2.3 Change Management Types 
Ackerman (1997) is determining types of change as shown below: 
i. Developmental Change: 
Developmental changes are those you make to improve current business procedures. 
As long as you keep your staff well informed of changes, and give them the training 
they need to implement process improvements, they should experience little stress 
from development change. When making developmental changes, it's important to: 
 explain to staff your rationale for the changes 
 skills of staff to use new processes and technology 
 Show to staff the commitment to minimizing the impacts of change on work. 
 
ii. Transitional change: 
Transitional changes are those you make to replace existing processes with new 
processes. Transitional change is more challenging to implement and can increase 
employees' discomfort. The 'transitional' phase of dismantling old systems and 
processes and implementing new ones can be unsettling for staff. When making 
transitional changes, need to: 
 Clearly communicate the impacts and benefits you foresee as a result of changes 
 Reinforce to staff that their jobs are secure 
 Capture the views and contributions of staff in making changes 
 Regularly update staff on the steps you are taking to support them through the 
change and train them in new systems. 
 
iii. Transformational change: 
Transformational changes are those you make to completely reshape work strategy 
and processes, often resulting in a shift in work culture. These changes may be a 
response to extreme or unexpected market changes. Transformational change can 
 





produce fear, doubt and insecurity in staff, and needs to be very well managed. When 
making transformational changes, it should: 
 Develop and communicate a well-defined strategy that explains the approaches 
are taking to change and the goals you are setting 
 Continually reinforce your rationale for the changes 
 Plan and methodically implement new business systems and approaches 
 Involve staff in all phases of change discussions and planning and communicate 
regularly throughout the process. 
2.4 Change Management Strategies 
 




People are rational and will follow their self-interest once it 
is revealed to them. Change is based on the communication 
of information and the proffering of incentives.  
Normative-Reductive 
People are social beings and will adhere to cultural norms 
and values. Change is based on redefining and reinterpreting 
existing norms and values, and developing commitments to 
new ones. 
Power-Coercive 
People are basically compliant and will generally do what 
they are told or can be made to do. Change is based on the 
exercise of authority and the imposition of sanctions. 
Environmental-
Adaptive 
People oppose loss and disruption but they adapt readily to 
new circumstances. Change is based on building a new 
organization and gradually transferring people from the old 
one to the new one. 
 
Stakeholders can be classified in the project to (Gibson, 2000;Bonke, 2002): 
 Internal stakeholders, that is those who are members of the coalition of the project 
or that provide finance. 
 External stakeholders, that is those affected by the project in a signiﬁcant way. 
Stakeholders can be internal or external to the project team or project scope. Stakeholders, 
that is those affected by the project in a signiﬁcant way. In construction, there has traditionally 
 





been a strong emphasis on the internal stakeholder relationship such as procurement and site 
management, while the external stakeholder relationships to some extent have been 
considered a task for public officials via the rules and legislation that concern facility 
development. All different engineering projects consist of five basic elements which are: 
Owner, consultant, contractor, project manager, and supervisor.  
2.5 The Areas of Change Management 
 
Change may occur in multiple domains, you may address the change management 
structure or management style, which aims to bring about change in behavior for managerial 
job through development programs. (Dennis, 2007) 
 
A. Change In Strategy: 
Organizational change usually begins with re-thinking the company's strategy, and on 
this basis the strategic change usually requires other changes such as change in 
technology, organizational culture and structure.???? 
 
B. Change in organizational culture:  
The change in strategy would require other changes accompanying such as a change in 
organizational culture, as well as in the system of values.??? 
 
C. Change in Organizational structure:  
Include administrative disposition that tries to improve performance by conducting 
formal organizational structure for the organization. As well as changing power 
relations may be structural change, changes in job nature and, specifically, the further 
expansion of the work assigned to the post or job enrichment and is underestimating 
the degree of specialization in job. ??? 
 
D. Redesign tasks: 
Powers and functions are organized on the basis of work teams in order to improve the 
management of work. 
 
E. Technological change: 
The most important of new model to increase productivity, reduce maintenance costs 
and improve output quality. This type of change modifications in the systems and 
methods used in the work of the Organization.????? 
 
 





F. Change in the attitudes and skills of individuals: 
Including efforts directed towards the reorientation and improving trends in personnel, 




2.6 Characteristics of Change Management  
 
As mentioned by (Bhaskar, et.al, 2003), in Journal of Human Values that: 
 
1. Commitment: Empathy and support from the top levels with the ability to persevere 
through the inevitable resistance to change. The willingness to assign good personal 
and the time and money required for the improvement effort. ???? 
2. Communication: The skill to communicate to the entire workforce on how, when and 
why change is going to occur, combined with the ability to gain their input, ownership 
and buy-in. Clear and frequent communication is the key to dissipate uncertainty and 
fear. 
3. Consensus: An agreement on the best path to take forward for success. Involvement 
of the people concerned to create ownership and alignment of vision. The greater the 
connection to the change the greater the willingness to change will be. 
4. Consistency: understanding that this is not just a fad that will pass, but that you are 
serious about sticking to it. Repeated desirable thinking, behaviors, and practices form 
the basis of an organization’s culture. 
5. Cultivation: Encourage and foster learning and teaching at all levels in the 
organization. Refine the culture of the organization as needs and opportunities change. 
Make the change relevant to everyone within the organization  
Figure 2.1: Areas of Change Management(Dennis, 2007) 
 





6. Constantly: Regular uninterrupted activity is required for all people in the 
organization for all the C’s above. Always looking to improve all aspects of what we 
do to add value and eliminate waste. 
 
2.7 Forces acting on the change  
 
Can be change and development is usually either to size the opportunities and take 
advantage of them or sign problem, or reaction in response to a problem, and these 
opportunities and problems may be from within the Organization and outside may be (Dennis, 
2007). 
2.7.1 Internal forces 
The forces and cause1s arising from within the Organization, including: 
 Change in the Organization's goals, mission, and objectives. 
 Low performance and low morale.  
 Problems and conflicts within the organization. 
 Integration with other organizations or other organizations purchase.  
 Introduction and use of advanced technology equipment.  
 Lower profits.  
 Development and increase workers awareness of their aspirations and needs.  
 Recognize the link between working and handling to allow him to participate in 
decision-making and between productivity.  
 Increased rates of absenteeism from the normal, and the lack of effective 
cooperation between employees or between chambers. 
 
2.7.2 External forces 
The powers and emerging pathogens outside the Organization plays much larger 
internal forces regarding organizational change and many forces and external causes are the 
motivation and the main motive for this change, it is normal because of the rapid and large 
changes in environmental variables external to organizations. Here in the book, researchers 
increased attention to these forces and etiology. (Dennis, 2007) 
 
 





Demers, C. (2007) believes that the most important external forces of change are: 
 Intense competition between organizations.  
 Economic situation and considers it a major force permanently, if not the major force 
for change in the economic system. 
Robbins(1998) adds to foreign powers as follows:  
 The issuance of new government laws and legislation (labor law, social security law, 
etc.) 
 Unions and professional syndicates and labor (workers adherence to labor 
professionals Association)  
 Increased pressure exerted by organized groups.  
 Rapid changes in raw material prices and availability.  
 Competition and new competition among other organizations.  
 External emergency crisis. 
2.8 Change Management Methods 
 
There are several methods that can be used to change among the common methods 
LEWIN, HUSE and IVANCEVICH models, will review a brief summary of each model 
are as follows: 
2.8.1 Model of LEWIN 
This model is depended on three stages of change that commonly referred to as Unfreeze, 
Change, and Refreeze. It is possible to take these stages to quite complicated levels. A lot has 
changed since the theory was originally presented in 1947, but the Kurt Lewin model is still 
extremely relevant. Many other more modern change models are actually based on the Kurt 
Lewin model. (Vincent van Vliet, 2014) 
A. UNFREEZING: The Unfreezing stage is probably one of the more important stages 
to understand in the world of change we live in today. This first stage is about preparing 
ourselves, or others, before the change and ideally creating a situation in which we want 
the change. The more we feel that change is necessary, the more urgent it is, the more 
motivated we are to make the change. There's much lower motivation to make a change 
and get on with it. This is the basis of what Kurt Lewin called the Force Field Analysis. 
 





Force Field Analysis is a fancy way of saying that there are lots of different factors 
(forces) for and against making change that we need to be aware of analysis.  
B. CHANGING/ TRANSITION: This second stage occurs as we make the changes that 
are needed. Employees are 'unfrozen' and moving towards a new way of being. That said 
this stage is often the hardest as people are unsure or even fearful. This is not an easy time 
as people are learning about the changes and need to be given time to understand and 
work with them. Support is really important here and can be in the form of training, 
coaching, and expecting mistakes as part of the process. Using role models and allowing 
people to develop their own solutions also help to make the changes. It's also really useful 
to keep communicating a clear picture of the desired change and the benefits to people so 
they don't lose sight of where they are heading. 
C. REFREEZING: Kurt Lewin refers to this stage as freezing although a lot of 
Employees refer to it as 'refreezing'. As the name suggests this stage is about establishing 
stability once the changes have been made. The changes are accepted and become the new 
norm. Employees form new relationships and become comfortable with their routines. 
This can take time. It's often at this point that Employees laugh and tell me that practically 
there is never time for this 'freezing' stage. And it's just this that's drawn criticism to the 




















Figure 2.2: Lewin Model 
 





2.8.2 Model of  HUSE 
 
Huse in 1980 provided model consists of showing the stages form swam lewin and will 
address each of these stages (Miguel Angel et.al, 2004): 
1. Exploration: discussion between the manager of organization and consultant to 
determine of needs for change and explore the organization skills that can make the 
Adviser. 
2. Enter: that mean is a contract between the organization and consultant.  
3. Diagnosis: the consultant based on his background, to the process of diagnosing 
organizational problems list, and determines the planned intervention strategy. 
4. Planning: Organization agrees on plan of change which put from consultant and how 
work, as well as the expected schedule for the process of change as future sources and 
causes of resistance.  
5. Action Plan: begin intervention according to the agreed plan of action and can start 
multiple methods simultaneously or in the case of complex organization development 
programs. 
6. Installation and evaluation: the Refreezing order in form Lewin called installation in 
Huse form and at this point we find that practice recently and renovation work, become a 
routine uses on a daily basis within the Organization after the installation process is 
evaluated and measured results quantitative.  


















 Figure 2.3: Huse Model 
 






2.8.3 Model of IVANCEVICH 
IVANCEVICH is the change management process consists of a number of interrelated 
steps in logical sequence: (harem, 2004) 
1. Forces of change: strong internal and external causes of change.  
2. Recognition of the need for change:  can manage of Organization to know the need 
for change through reports, statistics and information from different sources through 
financial statements and budgets and low profits and declining performance and sales 
descent and low morale among workers. 
3. Problem diagnosis: diagnosis is intended to identify the problem and identified 
before adopting any measure that might not be the problem visible and obvious to all, so 
that the experience and discretion and due diligence are vital things right in this case. 
4. Develop alternatives and strategies for change: the administration or change 
Advisor report any change strategies most likely to achieve the desired results (changing 
organizational structure, people change, change techniques) 
5. Resistance to change: the Administration must realize that resistance to change is 
normal and should know the causes and treatment resistance. 
6. The implementation and follow-up of the change: change may be performed 
throughout the Organization and is dedicated to speed, or it can be implemented in stages, 




Figure 2.4: IVANCEVICH Model 
 





2.9  Resistances to Change 
It is very difficult to identify the reasons for the resistance because resistance to change 
can take many forms .Despite the fact that change is implemented for positive reasons like 
adapting to volatile environment conditions and remaining competitive, organization 
members often react to change efforts negatively and resist change (Burke, 2008). The 
following are the common reasons for resistance to change within organizations (Boohene & 
Asuinura, 2011): 
1) Lack of communication: 
Lack of communication is the major cause of resistance in organizations because 
employees are not communicated properly why change is implement in organization, 
how it will work, what approaches will use. Due to lack of communication, employees 
start perceiving that change will change their status quo. 20 % project fails due to lack 
of communication. 
2) Unaware of change objectives: 
When the employees are unaware about the change objectives or management fails to 
define the objectives of change, they start to resist. 
3) Knowledge and skill obsolescence:  
Employees resist the change when they have not sufficient knowledge or skill for the 
change implementation. They have unfamiliar about the technical issue of the change 
or have no experience about the scope of change and complexity due to which projects 
fails to deliver its desirable results. 
4) Organizational structure:  
Employees resist the change due to unsupportive organizational structure and poor 
management problems Management fails to define the hierarchy level in organization 
for change implementation.?? 
5) Limited resources:  
Organizations not having available resources prefer to maintain their status quo since 
change requires resources like capital and people having appropriate skills and time. 
 





The study of Eric B. Dent and Susan Galloway (1992) "Challenging of Resistance to Change" 
is examines the origins of one of the most widely accepted mental models that drive 
organizational behavior: the idea that there is resistance to change and those managers must 
overcome it. This mental model, held by employees at all levels, interferes with successful 
change implementation. The authors trace the emergence of the term resistance to change and 
show how it became received truth. Kurt Lewin introduced the term as a systems concept, as a 
force affecting managers and employees equally. Because the terminology, but not the 
context, was carried forward, later uses increasingly cast the problem as a psychological 
concept, personalizing the issue as employees versus managers. Acceptance of this model 
confuses an understanding of change dynamics. Letting go of the term and the model it has 
come to embody will make way for more useful models of change dynamics. The authors 
conclude with a discussion of alternatives to resistance to change. 
2.10 Forms of resistance to change 
 
Resistance to change can take forms and numerous photographs, ranging from just being 
an argument to refrain from work and lack of cooperation, depending on the individual and 
the extent of awareness of the importance of change, as well as the type of resistance, and the 
position and the importance of change for the individual and the depth of change. (Harem, 
2004) and common forms resist change: 
1. The individual attacking any idea or opinion.  
2. Directing many questions by the individual, some not related to change.  
3. individual silent role plays and don't utter something  
4. The individual appears upset and unable to take a decision on the proposed change.  
5. The individual is quickly transforming the discussion to debate intellectual and trying 
to analyze why it believes that the current method is better.  
6. Individual insists that change is not fair. 
7. Individual raises the negative results of the proposals, even if these results are not 
related to the change.  
8. Reduce individual need for change.  
9. Individual consent appears strong but expressed criticism excused.  
10. It is proposed that individual a quick solution is not in fact any change. 
 





Study of Sinan kebapci (2009): "Constructive Approach for Managing Resistant Behaviors" 
aims to understand, describe, and analyze the factors that lead employees resist organizational 
change efforts. More specifically, by locating various types of roots and symptoms of 
resistance, we have developed a framework which managers or individuals, who plan to 
initiate a change program, can use to manage resistance and to benefit, if exist, from the 
constructive value of resistant behaviors of employees. Findings are drawn from the 
reinterpretation of two case studies which were conducted on the area. The Result of the 
study, it is found that despite the amount of theoretical concepts and tools, there is still an 
important deficiency in terms of resistance management, and managers usually tend to 
employ preset methods to overcome resistance in change management. Findings of the thesis 
provide those who plan to start and implement change programs with a comprehensive 
framework to locate, understand and analyze resistance and to take appropriate managerial 
actions in organizational change efforts. 
2.11 Causes of Employees Resistance to Change 
 
Eugen Burdus et.al (2008) proposes in his book “Organizational Change Management” 
various causes for individual resistance to change, which include: 
1) Selective attention and memory: 
In this framework, Employees only take partial information on the change, ﬁltering 
out elements that force them to leave the "comfort zone" and getting, in this way, an 
incomplete picture of the change process. 
 
2) Employee's habits: 
Organizational changes which require changing habits of the employees will 
encounter resistance, because any change in personal habits requires effort and, 
therefore, getting out of personal comfort zone. 
 
3) Dependence on other people opinions: 
Employees in the organization will depend, from psychological point of view, on 
opinions, attitudes and behavior of other people in the organization, informal or formal 
leaders. Dependence on other people’s opinions can lead to delays in implementing 
the change process, generating resistance. 
 
 





4) Fear of the unknown: 
Unrest, up to fear the unknown, can occur both among employees - who do not know 
or understand how the change will affect the organization - and among managers, who 
might avoid certain decisions that involve a degree of high accountability. 
5) Economic reasons:  
Employees oppose changes that lead, directly or indirectly, to lower personal 
revenues. 
6) Ask of safety: 
Any change requires, at the individual level, getting out of the comfort zone (known 
situations associated with the feeling of safety). 
 
2.12 Levels of individual resistance to change 
Rick Maurer (2009), a well-known U.S. consultant specialized in change management, 
underlines the fact that two thirds of organizational change initiatives fail and that the 
majority of large companies’ managers indicate resistance to change as the main cause of 
failure. 
These statistics are soften by mentioning that the real problem is not necessarily resistance to 
change but the fact that leaders plan and implement changing plans in ways that generate 
inertia, apathy and opposition among people in the organization. 
Rick Maurer proposed, as a starting point in overcoming resistance to change, the question 
“what causes resistance?” and identiﬁed three levels of individual resistance to change. 
 First level of resistance 
First level of resistance or the rational level (“I don’t understand”) refers to the 
informational aspects of change - logical arguments, presentations, statistics etc. and it can be 
generated by: 
 Lack of information about the proposed change; 
 Disagreement with / disapproval of the interpretation of the information provided; 
 Ineffective or in sufficient communication of the essential information about the 
proposed change; 
 Confusion about the meaning of change - due to lack of clarity in communication. 
 
 





 Second level of resistance 
Second level of resistance or the emotional level (“I don’t like IT”) is the emotional 
reaction to change and is rooted in fear, generated by the desire to survive. At this level the 
communication becomes difficult. Most of the times the working environment doesn’t 
encourage emotional expression, so the majority of the employees leave unexpressed these 
issues or simply aren’t aware of them and are limited to express opposition featured to level 
even though the emotions generated by the change are not visible or expressed, they should 
not be ignored in the process of change management. 
 Third level of resistance 
Third level of resistance or the relational level (“I do not like YOU”) refers to employees’ 
personal trust towards leaders. In this case people understand the idea proposed (level I), 
accept and look positive to change and results (level II), but resist to the person who proposed 
the idea due to lack of conﬁdence. 
2.13 Overcoming resistance to change 
Depending on individual resistance levels, Eugen Burduş et al (2008) has put some of 
the ways to overcome resistance to change are explained as follows: 
Among the strategies applied to overcome the ﬁrst level of resistance to change there are: 
 Highlight the need for change: communicating clearly and providing accurate and 
precise reports on the need for change may be sufficient to overcome this type of 
resistance; 
 Use appropriate language: presenting the change in a clear and simple language, in 
order to be fully understood by all employees; 
 Adapt (to the audience) the messages regarding the change: presenting information 
in more alternatives because people take information in different ways, depending on 
their interests and their understanding. 
 
Among the strategies applied to overcome the second level of resistance to change there are: 
Eugen Burdus (2014) 
 Emphasize the beneﬁts of change: at organizational level (increase in market 
competitiveness, increase in sales etc.) and at individual level (improve in labor 
relations, increase in job security, improve in career opportunities, higher wages etc.); 
 





رييغتلا ياف ينيب ربخلا ىلع ديكأتل:  يميظنتلا ىوتسملا ىلع(خلا تاعيبملا يف ةدايزو ،قوسلا يف ةيسفانتلا ةردقلا ةدايز) 
 يدرفلا ىوتسملا ىلعو( عافتراو ،لمعلا صرف يف نيسحتو ،يفيظولا ناملأا يف ةدايزو ،لمعلا تاقلاع يف نيسحت
و روجلأاكلذ ىلإ ام )؛ 
 Ensure employee involvement in the process of change: people tend to support 
initiatives in which are directly involved and have a contribution; 
 Have honest communication: if the change affects employees in a negative way this 
should be communicated clearly and honest from the beginning, thus avoiding rumors 
and creating respect and trust towards leaders. 
 
Among the strategies applied to overcome the third level of resistance to change there are: 
Eugen Burduş et al (2008): 
 Take responsibility: leaders take personal responsibility for actions and situations 
that led to tense working relations, earning the respect of the employees; 
 Meet the Commitments: leaders meet personal commitments regarding strategies, 
actions, timelines, results, etc.; 
 Act for mutual knowledge: leaders are responsible for creating conditions, in terms 
of time and opportunities, for mutual understanding between employees and 
managers; 
 Use communication and negotiation: leaders can assimilate the ideas and 
suggestions of employees, ensuring constructive communication and improving labor 
relations. 
Study of Alice &Matt Bloom (2010) "Overcoming Resistance to Change and Enhancing 
Creative Performance"  This study is drawing on the sense-making perspective; the authors 
develop and test a cross-level model of individual creativity, integrating resistance to change 
and three human resource contextual factors to moderate the individual relationship. This 
cross-level study of working adults from a wide array of Chinese companies addresses one of 
the major challenges managers face in enhancing individual-level creativity: overcoming 
employees’ resistance to change. The authors study the efficacy of three contextual factors 
that are important elements of the creative process—modernity climate, leadership style, and 
coworker characteristics—for helping managers overcome this challenge. The authors find 
that the three contextual variables moderate the negative relationship between resistance to 
change and creativity, and the pattern of results indicates that managing human resources 
practices may mitigate the detrimental effects of resistance to change on creativity. 
 





Study of Coch, et.al (2008) "Overcoming resistance to change" shows of an actual industrial 
experiment designed to determine why workers resisted job changes and what could be done 
about the problem. The research arose out of the need to change industrial operations to meet 
competitive conditions and was instituted after earlier incentives and propaganda procedures 
had proved ineffectual. A preliminary analysis indicated that there were both personal and 
group motivational factors involved in the resistance to change, that shifted employees had a 
high turnover rate, and that these reactions were independent of the skill level. Shifts were 
objected to according to worker reports because they resulted in a reduction in earnings in 
spite of corrections in scales and also because the individuals shifted felt that it was a sign of 
lowered status or some personal attack on their ability. A theoretical analysis resulted in 5 
interacting variables: job difficulty, strain avoidance, goal of standard production, 
management pressure, and group standards. By means of group meetings the effects of these 5 
factors were changed, primarily by placing upon the workers involved the responsibility for 
seeing the need for the changes and also for devising the appropriate procedures with respect 
















This chapter describes the methodology that was used in this research. The adopted 
methodology to accomplish this study uses the following techniques: the information about the 
research design, research population, questionnaire design, statistical data analysis, content 
validity and pilot study. 
 
3.2 Research Design  
the process of research  consists of the following Phases : 
 
Phase 1: This Phase included an overview of change, determine the reasons of resistance 
which push Engineering Companies in Gaza Strip to the change and the ways of overcome 
that resistances, identifying and defining the problems and establishment objective of the 
study and development research plan. 
Phase 2: This phase Included a summary of the comprehensive literature review. Literatures 
on important researches in resistance of change management and it levels and  how to 
overcome on them  
Phase 3: This phase included a field survey which was conducted using questionnaire that 
was modified through pilot study. The purpose of the pilot study was to test and prove that the 
questions are clear to be answered in the way that help to achieve the target of the study. Then 
the questionnaire were distributed to selected population. This returned questionnaire were 
used to collected the required data in order to achieve the research objective. 145 
questionnaires were distributed to the research population and 120 questionnaire are received. 
Phase 4: This stage focused on the modification of the questionnaire design, through 
distributing the questionnaire to pilot study, The purpose of the pilot study was to test and 
prove that the questionnaire questions are clear to be answered in a way that help to achieve 
the target of the study. The questionnaire was modified based on the results of the pilot study.  
Phase 5: This stage focused on distributing questionnaire. This questionnaire was used to 
collect the required data in order to achieve the research objective. 









Distribution Questionnaires  
Questionnaires Design 
Results and Data Analysis  
 












  Reliability  
 
Analysis using SPSS 
 
Phase 6: This phase included data analysis and discussion. Statistical Package for the Social 
Sciences, (SPSS) was used to perform the required analysis.  
Phase 7: In This Phase were Finding Concluded and Recommendations were Suggested. 
 
Figure 3.1 : Methodology Flow Chart 




3.3 Research Location  
  The research was carried out in Gaza Strip, which consists of governorates (North, Gaza, 
Middle, Khan Younis, and Rafah). 
 
3.4 Research Period  
 The Research Started After the proposal approved on October, 2015. The literature review 
was completed at first of January, 2016. The questionnaire design, piloting, refining, Distribution 
and Collecting Completed at First of March, 2016. The analysis, discussion, Conclusion and 
Recommendations were completed at the middle of March, 2016. 
 
3.5 Sample Size 
 To insure that the chosen sample describe the population, sample size was calculations using  
Moore Formula (Miles et. al, 2001) as Follow: 
 
               ……………… (1) 
 
Where:  
Z = Z value (e.g. 1.96 for 95% confidence level) 
M = confidence interval (margin of error), expressed as decimal (e.g. 0.05 = ±5) 
N = initial sample size  
Correction for Finite Population  
 
                                                                     ……………… (2) 
 
 
Where :  



























As indicated by Palestinian Contractor union (PCU) the number of contractor companies classified 





Therefore, the Minimum sample size required is at least 108. 
 
3.6 Data Measurement  
In order to be able to select the appropriate method of analysis, the level of measurement 
must be understood. For each type of measurement, there is/are an appropriate method/s that can be 
applied and not others. In this research, ordinal scales were used. Ordinal scale is a ranking or a 
rating data that normally uses integers in ascending or descending order. The numbers assigned to 
the important (1,2,3,4,5) do not indicate that the interval between scales are equal, nor do they 















SCALE 5 4 3 2 1 
 
3.6.1 Statistical analysis Tools   
The researcher used data analysis both qualitative and quantitative data analysis methods. 





















Table 3.1: Review the Ranking used in data measurement 




1) Kolmogorov-Smirnov test of normality. 
2) Pearson correlation coefficient for Validity. 
3) Cronbach's Alpha for Reliability Statistics. 
4) Frequency and Descriptive analysis. 
5) Relative importance index(RII). 
6) One-sample T test. 
 
3.6.2 Test of Normality 
Table (3.2) shows the results for Kolmogorov-Smirnov test of normality. From Table (3.2), 
the p-value for each field is greater than 0.05 level of significance, then the distribution for each 
field is normally distributed. Consequently, Parametric tests will be used to perform the statistical 
data analysis. Person- 




Company Organizational Structure 
1.152 
0.141 
Change Management Importance 0.606 0.857 
Reasons For Change 0.766 0.600 
Change Resistance 0.996 0.274 
Leadership Manner 0.964 0.310 
Training 0.956 0.320 
Motivation 1.098 0.180 
Overcome The Change Resistance 1.203 0.111 
All items of the questionnaire 0.637 0.812 
 
3.6.3 Validity of Questionnaire 
Validity refers to the degree to which an instrument measures what it is supposed to be 
measuring. Validity has a number of different aspects and assessment approaches. Statistical 
validity is used to evaluate instrument validity, which include internal validity and structure 
validity.  




3.6.3.1 Internal Validity                     
Internal validity of the questionnaire is the first statistical test that used to test the validity of 
the questionnaire. It is measured by a scouting sample, which consisted of 50 questionnaires 
through measuring the correlation coefficients between each item in one field and the whole field.  
Table (3.3) clarifies the correlation coefficient for each item of the " Company Organizational 
Structure " and the total of the field. The p-values (Sig.) are less than 0.05, so the correlation 
coefficients of this field are significant at α = 0.05, so it can be said that the items of this field are 
consistent and valid to be measure what it was set for. 
 
Table 3.3 : Correlation coefficient of each item of " Company Organizational Structure " and the 
total of this field 
No. Item 





It is flexible company  0.798 0.000* 
2.  
Management makes a fundamental changes in 
the organizational structure regularly 
0.840 0.000* 
3.  
Company Management focus about put the right 
staff in the right place.  
0.646 0.000* 
4.  
Company Structure support the Change in 
Management process 
0.632 0.000* 
* Correlation is significant at the 0.05 level 
  
Table (3.4) clarifies the correlation coefficient for each item of the " Change Management 
Importance " and the total of the field. The p-values (Sig.) are less than 0.05, so the correlation 
coefficients of this field are significant at α = 0.05,  so it can be said that the items of this field are 
consistent and valid to be measure what it was set for.  
 
 




Table 3.4 : Correlation coefficient of each  item of " Change Management Importance" and the total 
of this field 
No. Item 





Company Management aware of  the 




Company Management make study about the 
external variables effects 
0.631 0.000* 
3.  
Company Management make study about the 
influential power effects on change processes 
0.624 0.000* 
4.  




Company Management apply a systematic 
approach in change process 
0.744 0.000* 
6.  
The company management  focus at hiring an 




Company Management try to explain the 
importance of change for all employees at the 
different managerial levels 
0.705 0.000* 
8.  
Company Management make responds to the 
employees suggestions for change 
0.591 0.000* 
9.  
Company Management apply transparent 
change processes based on a wise principles 
0.611 0.000* 
* Correlation is significant at the 0.05 level  
 
Table (3.5) clarifies the correlation coefficient for each item of the " Reasons For Change" and the 
total of the field. The p-values (Sig.) are less than 0.05, so the correlation coefficients of this field 
are significant at α = 0.05, so it can be said that the items of this field are consistent and valid to be 
measure what it was set for.  




Table 3.5 : Correlation coefficient of each item of " Reasons For Change " and the total of this field 
No. Item 




1.  External factors like war and siege 0.555 0.000* 
2.  Company face huge loses and falling profits. 0.554 0.000* 
3.  Internal employees conflicts and problems 0.336 0.000* 
4.  
The indifference of the staff in their work because 
of routine 
0.640 0.000* 
5.  Reduction in employees production 0.543 0.000* 
6.  Employees incompetency in execute job tasks 0.685 0.000* 
7.  
The continued development of the company and 
the continued in making improvement in the work 
0.578 0.000* 
8.  
The competition increased with other companies in 
market 
0.509 0.000* 
* Correlation is significant at the 0.05 level  
Table (3.6) clarifies the correlation coefficient for each item of the " Change Resistance " and the 
total of the field. The p-values (Sig.) are less than 0.05, so the correlation coefficients of this field 
are significant at α = 0.05,  so it can be said that the items of this field are consistent and valid to be 
measure what it was set for.  
Table 3.6 : Correlation coefficient of each item of " Change Resistance " and the total of this field 
No. Item 





change decision is unexpected by the Employees 0.661 0.000* 
2.  
Employees come to an agreement to reject the 
management change decision 
0.576 0.000* 
3.  
The rejection method is organized and respectful 0.578 0.000* 
4.  
Company Management work to persuade the 
employees on the change 
0.635 0.000* 
5.  
Company Management explain to the employees 
the importance and positive effects of change 
0.671 0.000* 





The employees try to put a pressure on company 
management to undo the change by reducing the 
productivity or show the carelessness in work 
0.714 0.000* 
7.  












Management force the change even if it is required 
to terminate some objector employees 
0.733 0.000* 
* Correlation is significant at the 0.05 level  
 
Table (3.7) clarifies the correlation coefficient for each item of the " Leadership Manner " and the 
total of the field. The p-values (Sig.) are less than 0.05, so the correlation coefficients of this field 
are significant at α = 0.05,  so it can be said that the items of this field are consistent and valid to be 
measure what it was set for. 
Table 3.7 : Correlation coefficient of each item of " Leadership Manner " and the total of this field 
No. Item 





Prepare the team to accept the changes and how much 
they need it 
0.825 0.000* 
2.  
Encourage the team work spirit to complete job1 tasks 0.856 0.000* 
3.  
Encourage the team to deal with new challenges and 
resolve it by themselves 
0.741 0.000* 
4.  
Motivate the team to work professionally to 
accomplish the required changes 
0.796 0.000* 
5.  
Contribute to overcome the obstacles that prevent the 
achievement of change goal 
0.595 0.000* 
* Correlation is significant at the 0.05 level  
 
Table (3.8) clarifies the correlation coefficient for each item of the " Training " and the total of the 
field. The p-values (Sig.) are less than 0.05, so the correlation coefficients of this field are 




significant at α = 0.05,  so it can be said that the items of this field are consistent and valid to be 
measure what it was set for.  
Table 3.8 : Correlation coefficient of each item of " Training " and the total of this field 
No. Item 





Determine the staff training requirements for new roles 0.781 0.000* 
2.  




Management conduct post training evaluation for staff 
and provide them with required guidance 
0.846 0.000* 
4.  
Training will assist in motivate the staff and increase 
their productivity in new roles 
0.846 0.000* 
5.  
Training programs eliminate the change resistance 0.835 0.000* 
* Correlation is significant at the 0.05 level  
Table (3.9) clarifies the correlation coefficient for each item of the " Motivation " and the total of 
the field. The p-values (Sig.) are less than 0.05, so the correlation coefficients of this field are 
significant at α = 0.05, so it can be said that the items of this field are consistent and valid to be 
measure what it was set for.  
Table 3.9 : Correlation coefficient of each item of " Motivation " and the total of this field 
No. Item 





Motivation and incentives are provided to 
accomplish new work tasks 
.808 0.000* 
2.  








Provide an opportunity for staff to keep learning 
while doing their new job tasks 
.736 0.000* 
* Correlation is significant at the 0.05 level  
  




3.6.3.2 Structure Validity of the Questionnaire                          
Structure validity is the second statistical test that used to test the validity of the questionnaire 
structure by testing the validity of each field and the validity of the whole questionnaire. It measures 
the correlation coefficient between one field and all the fields of the questionnaire that have the 
same level of liker scale.  
Table (3.10) clarifies the correlation coefficient for each field and the whole questionnaire. The p-
values (Sig.) are less than 0.05, so the correlation coefficients of all the fields are significant at α = 
0.05, so it can be said that the fields are valid to be measured what it was set for to achieve the main 
aim of the study.  
Table 3.10 : Correlation coefficient of each field and the whole of questionnaire 
No. Field 




1.  Company Organizational Structure 0.353 0.006* 
2.  Change Management Importance 0.832 0.000* 
3.  Reasons For Change 0.740 0.000* 
4.  Change Resistance 0.788 0.000* 
5.  Leadership Manner 0.835 0.000* 
6.  Training 0.863 0.000* 
7.  Motivation 0.839 0.000* 
8.  Overcome The Change Resistance 0.932 0.000* 
* Correlation is significant at the 0.05 level  
 
3.6.3.3 Reliability of the Research 
The reliability of an instrument is the degree of consistency which measures the attribute; it is 
supposed to be measuring (George and Mallery ,2006). The less variation an instrument  produces 
in repeated measurements of an attribute, the higher its reliability. Reliability can be equated with 
the stability, consistency, or dependability of a measuring tool. The test is repeated to the same 
sample of people on two occasions and then compares the scores obtained by computing a 




reliability coefficient (George and Mallery ,2006). To insure the reliability of the questionnaire, 
Cronbach’s Coefficient Alpha should be applied. 
3.6.3.3.1 Cronbach’s Coefficient Alpha                            
Cronbach’s alpha (George D. & Mallery P, 2006) is designed as a measure of internal consistency, 
that is, do all items within the instrument measure the same thing? The normal range of Cronbach’s 
coefficient alpha value between 0.0 and + 1.0, and the higher values reflects a higher degree of 
internal consistency. The Cronbach’s coefficient alpha was calculated for each field of the 
questionnaire. 
Table (3.11) shows the values of Cronbach's Alpha for each field of the questionnaire and the entire 
questionnaire. For the fields, values of Cronbach's Alpha were in the range from 0.712 and 0.909. 
This range is considered high; the result ensures the reliability of each field of the questionnaire. 
Cronbach's Alpha equals 0.930 for the entire questionnaire which indicates an excellent reliability 
of the entire questionnaire. 











No. Field Cronbach's Alpha 
1.  Company Organizational Structure 0.713 
2.  Change Management Importance 0.798 
3.  Reasons For Change 0.712 
4.  Change Resistance 0.820 
5.  Leadership Manner 0.848 
6.  Training 0.842 
7.  Motivation 0.813 
8.  Overcome The Change Resistance 0.909 
9.  All items of the questionnaire 0.930 





















4.1 Introduction  
This chapter represents the data analysis and results discussion for the collected data from the 
questionnaire. 
 
4.2 Personal Information of the company 
This section is going to specialize in the personal information of the company. 
 
4.2.1 Age  
Figure (4.1) shows that 15.5% of the sample are " less than 25 years ", 49.1% of the sample 
are of "25 – less than 35 years ", 31.9% of the sample are of "35 – less than 45 years " and 3.4% of 





4.2.2 Educational level 
Table (4.2) shows that 12.1% of  the sample are " Master " holders, 68.1% of the sample are 
" Bachelor " holders, 13.8% of  the sample are " Diploma " holders  and 6.0% of the sample are " 
High School or less "  holders. 
 
Figure 4.1: Age Distribution 





Table 4.1: Educational level 
Educational  level Frequency Percent 
Master 14 12.1 
Bachelor 79 68.1 
Diploma 16 13.81 
High School or less 7 6.0 
Total 116 100.0 
 
4.2.3 Profession 
Table (4.2) shows that 44.0% of  the sample are Civil Eng., 21.6% of  the sample are 
Project Manger, 6.9% of the sample are Foreman, 2.6% of  the sample are Technical  and 25.0% 
of the sample are other profession. 
Table 4.2: Profession 
Profession Frequency Percent 
Civil Eng. 51 44.0 
Project Manger 25 21.6 
Foreman 8 6.9 
Technical 3 2.6 
Other 29 25.0 
Total 116 100.0 
 
4.2.4 Experience in construction industry 
Figure (4.2) shows that 16.4% of the sample have experience in construction industry " Less 
than 5 years", 37.9% of the sample have experience "5 –10 year ", 35.3% of the sample have 
experience "11- 15 years" and 10.3% of the sample have experience "more than 15 years". 
 













4.2.5 Number of staff in the company 
Figure (4.3) illustrates that 16 % of staff in Company less than 20 years, 42% of staff between 20 
to 40 years that’s mean the companies depend on Youth element in their Works, 40% in age 40 to 













Figure 4.2: Experience in construction industry 
Figure 4.3: Number of staff in the company 
 





4.3 Analysis for details of Questionnaire 
This section focuses on how the change is importance and the reasons the effect on company to 
push implement of change process in construction companies in Gaza strip, and how the 
administrative achieve change. 
4.3.1 Company Organizational Structure 
Table (4.3) shows the following results: 
 The mean of item #1 “It is flexible company” equals 3.97 (79.48%), Test-value = 12.36, and 
P-value = 0.000 which is smaller than the level of significance 0.05  . The sign of the test 
is positive, so the mean of this item is significantly greater than the hypothesized value 3 . It 
is concluded that the respondents agreed to this item. 
 
 The mean of item #2 “Management makes a fundamental changes in the organizational 
structure regularly” equals  3.52 (70.34%), Test-value = 6.20, and P-value = 0.000 which is 
smaller than the level of significance 0.05  . The sign of the test is positive, so the mean 
of this item is significantly greater than the hypothesized value 3 . It is concluded that the 
respondents agreed to this item.  
 
 The mean of the field “Company Organizational Structure” equals 3.67 (73.41%), Test-
value = 11.42, and P-value=0.000 which is smaller than the level of significance 0.05  . 
The sign of the test is positive, so the mean of this field is significantly greater than the 
hypothesized value 3. We conclude that the respondents agreed to field of “Company 
Organizational Structure ". 
 

































1.  It is flexible company 3.97 0.85 79.48 12.36 0.000* 1 
2.  
Management makes a fundamental changes in the 
organizational structure regularly 
3.52 0.90 70.34 6.20 0.000* 4 






Company Management focus about put the right 
staff in the right place. 
3.62 0.80 72.41 8.37 0.000* 2 
4.  
Company Structure support the Change in 
Management process 
3.57 0.80 71.38 7.62 0.000* 3 
 All items of the field 3.67 0.63 73.41 11.42 0.000*  
* The mean is significantly different from 3 
 
4.3.2 Change Management Importance 
Table (4.4) shows the following results:  
 The mean of  item #1 “Company Management aware of  the importance in change in the 
work performance development” equals 3.54 (70.78%), Test-value = 6.88 and P-value = 
0.000 which is smaller than the level of significance 0.05  . The sign of the test is 
positive, so the mean of this item is significantly greater than the hypothesized value 3 . We 
conclude that the respondents agreed to this item. 
 
 The mean of paragraph #6 “The company management focus at hiring an outsource 
consultant to apply the change processes” equals 2.89 (57.76%), Test-value =  -1.12, and P-
value = 0.133 which is greater than the level of significance 0.05  . Then the mean of this 
paragraph is insignificantly different from the hypothesized value 3. We conclude that the 
respondents (Do not know, neutral) to this paragraph. 
 
 The mean of the field “Change Management Importance” equals 3.26 (65.24%), Test-value 
= 5.23, and P-value=0.000 which is smaller than the level of significance 0.05  . The sign 
of the test is positive, so the mean of this field is significantly greater than the hypothesized 


















































Company Management aware of  the 








6.88 0.000* 1 
2.  
Company Management make study about the 







6.36 0.000* 2 
3.  
Company Management make study about the 







5.55 0.000* 3 
4.  
Company Management apply the change at 







4.64 0.000* 4 
5.  
Company Management apply a systematic 







4.19 0.000* 5 
6.  
The company management  focus at hiring an 








-1.12 0.133 9 
7.  
Company Management try to explain the 
importance of change for all employees at the 







0.88 0.191 8 
8.  
Company Management make responds to the 







1.36 0.089 6 
9.  
Company Management apply transparent 







1.08 0.141 7 







5.23 0.000*  
* The mean is significantly different from 3 
 
4.3.3 Reasons for Change  
Table (4.5) shows the following results:  
 The mean of item #1 “External factors like war and siege” equals 3.96 (79.14%), Test-value 
= 9.12, and P-value = 0.000 which is smaller than the level of significance 0.05  . The 





sign of the test is positive, so the mean of this item is significantly greater than the 
hypothesized value 3 . We conclude that the respondents agreed to this item. 
 
 The mean of paragraph #7 “The continued development of the company and the continued 
in making improvement in the work” equals 2.99 (59.83%), Test-value =  -0.10, and P-value 
=  0.460 which is greater than the level of significance 0.05  . Then the mean of this 
paragraph is insignificantly different from the hypothesized value 3. We conclude that the 
respondents (Do not know, neutral) to this paragraph. 
 
 The mean of the field “Reasons For Change” equals 3.26 (65.11%), Test-value = 5.46, and 
P-value=0.000 which is smaller than the level of significance 0.05  . The sign of the test 
is positive, so the mean of this field is significantly greater than the hypothesized value 3. 
We conclude that the respondents agreed to field of “Reasons For Change ". 


































1.  External factors like war and siege 3.96 1.13 79.14 9.12 0.000* 1 
2.  Company face huge loses and falling profits. 3.59 0.91 71.72 6.91 0.000* 2 
3.  Internal employees conflicts and problems 3.12 0.88 62.48 1.50 0.068 4 
4.  
The indifference of the staff in their work 
because of routine 
3.07 0.80 61.38 0.93 0.177 6 
5.  Reduction in employees production 3.00 0.81 60.00 0.00 0.500 7 
6.  Employees incompetency in execute job tasks 3.11 0.86 62.24 1.40 0.082 5 
7.  
The continued development of the company 
and the continued in making improvement in 
the work 
2.99 0.93 59.83 -0.10 0.460 8 
8.  
The competition increased with other 
companies in market 
3.22 1.08 64.35 2.15 0.017* 3 
 All items of the field 3.26 0.50 65.11 5.46 0.000*  
* The mean is significantly different from 3 
 
 





4.3.4 Change Resistance  
Table (4.6) shows the following results:  
 The mean of paragraph #7 “Employee comply with the change to not lose his/her job” 
equals 3.01 (60.17%), Test-value =  0.10, and P-value =  0.460 which is greater than the 
level of significance 0.05  . Then the mean of this paragraph is insignificantly different 
from the hypothesized value 3. We conclude that the respondents (Do not know, neutral) to 
this paragraph. 
 
 The mean of item #10 “Management force the change even if it is required to terminate 
some objector employees” equals 2.75 (55.00%), Test-value = -2.71, and P-value = 0.004 
which is smaller than the level of significance 0.05  . The sign of the test is negative, so 
the mean of this item is significantly smaller than the hypothesized value 3 . We conclude 
that the respondents disagreed to this item. 
 
 The mean of the field “Change Resistance” equals 2.89 (57.84%), Test-value = -1.83, and P-
value=0.035 which is smaller than the level of significance 0.05  . The sign of the test is 
negative, so the mean of this field is significantly smaller than the hypothesized value 3. We 
conclude that the respondents disagreed to field of “Change Resistance ". 



































change decision is unexpected by the 
Employees 
2.85 0.96 57.07 -1.64 0.052 8 
2.  
Employees come to an agreement to reject the 
management change decision 
2.86 0.78 57.24 -1.91 0.030* 7 
3.  
The rejection method is organized and 
respectful 
2.85 0.78 57.07 -2.02 0.023* 8 
4.  
Company Management work to persuade the 
employees on the change 
2.88 0.77 57.59 -1.69 0.047* 6 
5.  
Company Management explain to the 
employees the importance and positive effects 
of change 
2.94 0.81 58.79 -0.81 0.211 3 






The employees try to put a pressure on 
company management to undo the change by 
reducing the productivity or show the 
carelessness in work 
2.92 0.65 58.45 -1.29 0.100 4 
7.  
Employee comply with the change to not lose 
his/her job 
3.01 0.92 60.17 0.10 0.460 1 
8.  
Decisions participation is increased after 
change applied 
2.96 0.91 59.14 -0.51 0.305 2 
9.  
Employee is motivated to show more 
competences and capabilities 
2.90 0.93 57.93 -1.20 0.116 5 
10.  
Management force the change even if it is 
required to terminate some objector employees 
2.75 0.99 55.00 -2.71 0.004* 10 
 All items of the field 2.89 0.54 57.84 -1.83 0.035*  
* The mean is significantly different from 3 
 
4.3.5 Overcome The Change Resistance 
4.3.5.1 Leadership Manner  
Table (4.7) shows the following results:  
 The mean of paragraph #4 “Motivate the team to work professionally to accomplish the 
required changes” equals 3.09 (61.90%), Test-value =  1.21, and P-value =  0.114 which is 
greater than the level of significance 0.05  . Then the mean of this paragraph is 
insignificantly different from the hypothesized value 3. We conclude that the respondents 
(Do not know, neutral) to this paragraph. 
 
 The mean of item #1 “Prepare the team to accept the changes and how much they need it” 
equals 2.78 (55.52%), Test-value = -2.23, and P-value = 0.014 which is smaller than the 
level of significance 0.05  . The sign of the test is negative, so the mean of this item is 
significantly smaller than the hypothesized value 3 . We conclude that the respondents 
disagreed to this item. 
 
 The mean of the field “Leadership Manner” equals 3.02 (60.31%), Test-value = 0.50, and P-
value=0.309 which is greater than the level of significance 0.05  . Then the mean of this 





field is insignificantly different from the hypothesized value 3.We conclude that the 
respondents (Do not know, neutral) to field of Leadership Manner. 
 


































Prepare the team to accept the changes and 
how much they need it 
2.78 1.08 55.52 -2.23 0.014* 5 
2.  
Encourage the team work spirit to complete 
job1 tasks 
3.08 0.80 61.55 1.04 0.150 2 
3.  
Encourage the team to deal with new 
challenges and resolve it by themselves 
3.05 0.71 61.03 0.79 0.217 4 
4.  
Motivate the team to work professionally to 
accomplish the required changes 
3.09 0.84 61.90 1.21 0.114 1 
5.  
Contribute to overcome the obstacles that 
prevent the achievement of change goal 
3.08 0.85 61.55 0.99 0.163 2 
 All items of the field 3.02 0.62 60.31 0.50 0.309  
* The mean is significantly different from 3 
 
4.3.5.2 Training 
Table (4.8) shows the following results:  
 The mean of paragraph #4 “Training will assist in motivate the staff and increase their 
productivity in new roles” equals 2.98 (59.65%), Test-value =  -0.21, and P-value =  0.415 
which is greater than the level of significance 0.05  . Then the mean of this paragraph is 
insignificantly different from the hypothesized value 3. We conclude that the respondents 
(Do not know, neutral) to this paragraph. 
 
 The mean of item #1 “Determine the staff training requirements for new roles” equals 2.77 
(55.34%), Test-value = -2.63, and P-value = 0.005 which is smaller than the level of 
significance 0.05  . The sign of the test is negative, so the mean of this item is 





significantly smaller than the hypothesized value 3 . We conclude that the respondents 
disagreed to this item. 
 
 The mean of the field “Training” equals 2.88 (57.53%), Test-value = -1.91, and P-
value=0.029 which is smaller than the level of significance 0.05  . The sign of the test is 
negative, so the mean of this field is significantly smaller than the hypothesized value 3. We 
conclude that the respondents disagreed to field of “Training ". 
 


































Determine the staff training requirements for 
new roles 
2.77 0.95 55.34 -2.63 0.005* 5 
2.  
Company set a training budget to train the staff 
on their new roles 
2.89 0.84 57.76 -1.43 0.077 3 
3.  
Management conduct post training evaluation 
for staff and provide them with required 
guidance 
2.80 1.01 56.03 -2.12 0.018* 4 
4.  
Training will assist in motivate the staff and 
increase their productivity in new roles 
2.98 0.87 59.65 -0.21 0.415 1 
5.  
Training programs eliminate the change 
resistance 
2.94 0.82 58.79 -0.80 0.214 2 
 All items of the field 2.88 0.70 57.53 -1.91 0.029*  
* The mean is significantly different from 3 
 
4.3.5.3 Motivation 
Table (4.9) shows the following results:  
 The mean of paragraph #2 “Staff promotion will depend on their work performance” equals 
3.15 (62.93%), Test-value =  1.64, and P-value =  0.052 which is greater than the level of 
significance 0.05  . Then the mean of this paragraph is insignificantly different from the 





hypothesized value 3. We conclude that the respondents (Do not know, neutral) to this 
paragraph. 
 
 The mean of paragraph #1 “Motivation and incentives are provided to accomplish new work 
tasks” equals 3.05 (61.03%), Test-value =  0.52, and P-value =  0.302 which is greater than 
the level of significance 0.05  . Then the mean of this paragraph is insignificantly 
different from the hypothesized value 3. We conclude that the respondents (Do not know, 
neutral) to this paragraph. 
 
 The mean of the field “Motivation” equals 3.10 (62.03%), Test-value = 1.34, and P-
value=0.092 which is greater than the level of significance 0.05  . Then the mean of this 
field is insignificantly different from the hypothesized value 3. We conclude that the 
respondents (Do not know, neutral) to field of “Motivation ". 



































Motivation and incentives are provided to 
accomplish new work tasks 
3.05 1.07 61.03 0.52 0.302 4 
2.  
Staff promotion will depend on their work 
performance 
3.15 0.96 62.93 1.64 0.052 1 
3.  
Motivate newcomers to adapt in new work 
environment 
3.14 0.96 62.76 1.55 0.062 2 
4.  
Provide an opportunity for staff to keep 
learning while doing their new job tasks 
3.07 1.02 61.38 0.73 0.234 3 
 All items of the field 3.10 0.82 62.03 1.34 0.092  
* The mean is significantly different from 3 
 
In General " Overcome The Change Resistance ": 
Table (4.10) shows the mean of all items equals 2.97 (59.48%), Test-value =-0.50 and P-value 
=0.308 which is greater than the level of significance 0.05  . The mean of all items is 
insignificantly different from the hypothesized value 3. We conclude that the respondents (Do not 
know, neutral) for all items of Overcome The Change Resistance.  









































Leadership Manner 3.02 0.62 60.31 0.50 0.309 2 
Training 2.88 0.70 57.53 -1.91 0.029* 3 
Motivation 3.10 0.82 62.03 1.34 0.092 1 
All items 2.97 0.56 59.48 -0.50 0.308  
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In this chapter, summary of results and discussions will be presented in consistent with the 
research objectives. Furthermore, recommendations were drawn to contribute in obtaining 
overcoming of resistance of change. 
5.2 Conclusions  
Objective (1) : Highlight of the need for change front the strong challenges which faced 
Engineering Companies to improving their performance. 
From previous chapters, we showed that the change is imperative to face internal and 
external challenges which facing engineering companies because the traditional method of 
administration is no longer adequate to deal with environmental changes in which live in the Gaza 
Strip. In the fourth Chapter, the most importance reason to change is a war and siege. And shows 
the Company Management aware of the importance in a change in the work performance 
development, and some companies rely on employee turnover within the company between the 
business to improve business performance and Its success, and it is keen to attract employees able 
to implement many tasks efficiently. 
Objective (2):Disclosure of the reasons for resisting change and ways to overcome them 
and success factors for change. 
From previous chapters, we showed that in general, some forces for resisting change process 
by employees, but the fourth chapter showed that changing decision is unexpected by the 
Employees, and Company Management doesn't explain enough to the employees the importance 
and positive effects of change, that is pushing them to rejection in organized and respectful method. 
And in the previous chapter, we obtained ways to overcoming resistance of change by: Motivation, 
training, and prepare the team to accept the changes and how much they need it. The most 
prominent to overcoming resistance of change is the wise leadership that motivates employees for 
their new works and provide them with the necessary instructions. 
Objective (3) :Measure the impact of individuals resistance on change process and 
their success change.  
The results show the impact of individual resistance is low, and the employees don't reject the 
management change decision, but they comply with it to stay their jobs. Even if there is a 
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resistance, then The rejection method not organized and respectful, therefore mostly the 
Management forces the change even if it is required to terminate some object or employees. 
5.3 Recommendations  
This section presents some recommendations out of this research. 
Objective (1)  
Based on the previous results obtained from questionnaire survey, some importance thing 
were clear to be followed to achieve a good results in change. The following  sentence is what we  
recommend : 
 The necessity to realize the  importance of the change to the organization, by abandon the 
traditional methods by administration, and take the advantage of the new management 
thoughts. And the administrative should contain methods compatible with the current 
environment and their variants. 
 Careful planning for the process of change, through a long-term plan, with an annual plans 
with more detailed and with determined to use technology and it's requirements to change 
the process of training needs. 
 The necessary of Consider the business environment as parameter is essential to the 
company's strategy, and interest in studying the different variables in order to exploit the 
opportunities and avoid the risks and threats. 
 The change in the organizational structure should consist of business requirements, after 
studying the internal and external environment impacts carefully based on recommendations 
from specialists in Management Science 
Objective (2)   
Based on the previous results obtained from questionnaire  survey. We recommend:  
 Study the potential resistance of the change before beginning the implementation of the 
process of change, and analyze it's causes and try to change the employees thoughts in the 
company about change. 
 Clarify the objectives of the change and explain the benefits which possible to be achieved 
from applying change in the organization . 
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 The  company administration should works to get dispose from the workers who fears the 
change, who fear the dealing with the new tasks. 
Objective (3)  
Based on the previous results obtained from questionnaire survey, it was clear from results 
that the importance of change and some things should be improved. We are recommended:  
 Provide opportunities for employees to participate in decision-making by considering the 
participation is a way to improve performance, and accept change and lack of resistance. 
 Employees training to become members and able to participate in the process of change 
success. 
 The administration deals with the employees positively and interest in human relations by 
estimating the effort made the employees, and creating a system of incentives to encourage 
workers. 
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Dear construction professional's participant 
Questionnaire about: 
Change Management Resistance and How to Apply it Successfully to Engineering 
Companies in Gaza Strip. 
This questionnaire considered as a Complementary part to obtain bachelor's degree in the 
construction management. This research goals are study and analyze the Change Management in 
Gaza Strip's firms, hoping to reach the proper ways of how to apply it successful, with depending 
on the goals which clear commensurate with the management change: 
1. Change management importance. 
2. Reasons for  change management in firms.  
3. Change resistance. 
4. How to Overcome the change resistance. 
This questionnaire consists of the following parts: 
1.   Biography of the company. 
2.   Company organizational structure, change management importance, reasons for  
change management in firms, change resistance and overcome the change resistance.  
The information contained in this questionnaire will be used for this research, and will not be 
used for any other purposes. 
We thank you for your contribution. 
Prepared By: 
Taher S. ALkhozondar, Amjad O. Al-Nakhala, Maryam  M ALkhozondar.  
Supervised By: 
Eng. Ayat Y. Matar 
 
 





Please mark (X) in appropriate box: 
 
1. Age(year):    < 25                 26-35                    36-45                 > 45               
2. Education Level:    Master            Bachelor               Diploma             High School or less 
3.   profession:    Civil Eng.        Project Manger         Foreman         Technical      other           
3. Experience in construction industry:              >5                       5-1                 11-15              <15  




This part reflect the importance of Change in construction companies under External and internal 
situation that affect on them, and shows how the administrative deal with resistance of this 
change and  ways to overcome on it. Please, we wish to help us by determine your accept degree 

























































1st . COMPANY ORGANIZATIONAL STRUCTURE 
1 It is flexible company            
2 Management makes a fundamental changes in the organizational structure regularly           
3 Company Management focus about put the right staff in the right place           
4 Company Structure support the Change in Management process           
2nd . CHANGE MANAGEMENT IMPORTANCE 
5 
Company Management aware of  the importance in change in the work performance 
development      
6 Company Management make study about the external variables effects           
7 
Company Management make study about the influential power effects on change 
processes      
8 Company Management apply the change at the appropriate time 
     
9 Company Management apply a systematic approach in change process 
     
10 
The company management  focus at hiring an outsource consultant to apply the 
change processes      
11 
Company Management try to explain the importance of change for all employees at 
the different managerial levels      
12 Company Management make responds to the employees suggestions for change 
     
13 
Company Management apply transparent change processes based on a wise 
principles      
 Part 1: PERSONAL INFORMATION 
 Part 1: Details of Questionnaire 






















































3rd . REASONS FOR CHANGE 
14 External factors like war and siege 
     
15 Company face huge loses and falling profits. 
     
16 Internal employees conflicts and problems 
     
17 The indifference of the staff in their work because of routine 
     
18 Reduction in employees production 
     
19 Employees incompetency in execute job tasks 
     
20 
The continued development of the company and the continued in making 
improvement in the work      
21 The competition increased with other companies in market 
     
4th . CHANGE RESISTANCE 
22 change decision is unexpected by the Employees  
     
23 Employees come to an agreement to reject the management change decision 
     
24 The rejection method is organized and respectful 
     
25 Company Management work to persuade the employees on the change 
     
26 
Company Management explain to the employees the importance and positive effects 
of change      
27 
The employees try to put a pressure on company management to undo the change by 
reducing the productivity or show the carelessness in work      
28 Employee comply with the change to not lose his/her job 
     
39 Decisions participation is increased after change applied 
     
30 Employee is motivated to show more competences and capabilities 
     
31 
Management force the change even if it is required to terminate some objector 
employees      
5
th
 . OVERCOME THE CHANGE RESISTANCE 
(a)    Leadership Manner 
32 Prepare the team to accept the changes and how much they need it 
     
33 Encourage the team work spirit to complete job1 tasks 
     
34 Encourage the team to deal with new challenges and resolve it by themselves 
     
35 Motivate the team to work professionally to accomplish the required changes 
     
36 Contribute to overcome the obstacles that prevent the achievement of change goal 
     























































(b)   Training 
37 Determine the staff training requirements for new roles 
     
38 Company set a training budget to train the staff on their new roles 
     
39 
Management conduct post training evaluation for staff and provide them with required 
guidance      
40 Training will assist in motivate the staff and increase their productivity in new roles 
     
41 Training programs eliminate the change resistance 
     
(c)    Motivation 
42 Motivation and incentives are provided to accomplish new work tasks 
     
43 Staff promotion will depend on their work performance 
     
44 Motivate newcomers to adapt in new work environment 
     
45 Provide an opportunity for staff to keep learning while doing their new job tasks 
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 كلية الهندسة التطبيقية والتخطيط العمراني




  أختي الكريمة/ أخي الكريم 
 ،، السلام عليكم ورحمة الله وبركاته
 
وذلك استكمالاً لمتطلبات " مقاومة التغيير والتغلب عليها في الشركات الهندسية في قطاع غزة" يهدف هذا الاستبيان إلى دراسة 
 .مشروع التخرج في كلية الهندسة من جامعة فلسطين
في  ) x ( يرجى منكم التكرم بتعبئة الاستبانة المرفقة، بعد قراءة كل عبارة من عبارات الاستبانة قراءة متأنية ثم وضع علامة
 : حيث يهدف الاستبيان إلى قياس  .الخانة التي تعبر عن مدى موافقتكم عليها
 أهمية إدارة التغيير  )1
 سباب التغيير في الشركاتأ )2
 مقاومة التغيير )3
 كيفية التغلب على مقاومة التغيير )2
 : وتحتوي هذه الاستبانة على قسمين 
 المعلومات الشخصية  )1
 ). أهمية التغيير، وأسبابه، ومقاومة التغيير وكيفية التغلب عليها(معلومات الدراسة  )2
البحث العلمي فقط، وتتوقف على دقتها صحة النتائج التي ستتوصل إليها علماً بأن المعلومات المقدمة لن تستخدم إلا لأغراض 
 .الدراسة
 شاكرين لكم حسن تعاونكم
 
       :الباحثين 
   طاهر سيف الدين الخزندار، أمجد أسامة النخالة، مريم محمد الخزندار 
 
      :تحت إشراف 
  مطرآيات . م 
 





 .أمام الإجابة المناسبة )x( وضع إشارةيرجى 
 > 54             54>  - 53                    53> -52                        52 >                              العمر
  أخرى                   دبلوم     بكالوريوس                      ماجستير                               المؤهل العلمي
أخرى           يفن       رئيس عمال    مدير مشروع                   مهندس مدني               المسمى الوظيفي 
    
 .سنة  >50        سنوات 50-00           سنوات 10-5                سنوات 5>                    في البناء والتشييد خبرة الشركة
 >16                16- 14                     14-12                  12 >             عدد الموظفين الحاليين في الشركة
 
 
تؤثر عليها، ويكشف كيفية تعامل يعكس هذا الجزء أهمية التغيير للشركات الهندسية في ظل الظروف الخارجية والداخلية التي 






































 الهيكل التنظيمي للشركة: أولا   
 1. .يتصف الهيكل التنظيمي للشركة بالمرونة     
 2. .تقوم الإدارة بالتغيير الجوهري في الهيكل التنظيمي بشكل دوري     
 3. .تقوم إدارة الشركة بوضع الموظف المناسب في المكان المناسب     
 4. .يساعد الهيكل التنظيمي على إدارة عملية التغيير     
 إدارة التغييرأهمية : ثانيا   
     
 5. .تدرك الإدارة أهمية التغيير لتحسين جودة العمل
     
 6. .تقوم إدارة الشركة بدراسة المتغيرات الخارجية المؤثرة عليها
     
 7. .تدرس تأثير القوى المؤثرة على عملية التغيير
     
 8. .تنفذ الإدارة التغيير في الوقت المناسب
     
 9. .خطوات منهجية في عملية التغيير تتبع الإدارة
     
 10. .تتعاقد الشركة مع استشاري لتنفيذ عملية التغيير
     
 00. .تشرح الإدارة أهمية التغيير للموظفين على كافة المستويات
     
 20. .تستجيب الإدارة لأراء الموظفين في التغيير
 المعلومات الشخصية: الجزء الأول 
 تفاصيل الاستبانة: الجزء الثاني 
 









































     
 31. .تتمتع الإدارة بالشفافية في عملية التغيير بناء على أصول حكيمة
 أسباب التغيير: ثالثا   
     
 41. .تأثر الشركة بالعوامل الخارجية مثل الحصار والحروب
     
 51. .تعرض الشركة لخسائر طائلة وانخفاض الأرباح
     
 61. .المشاكل والصراعات بين الموظفين داخل الشركة 
     
 71. .عدم مبالاة الموظفين في أعمالهم بسبب الروتين 
     
 81. .انخفاض إنتاجية الموظفين 
     
 91. .ضعف جودة الموظفين في انجاز مهامهم 
     
 02. .التطوير المستمر للشركة وتحسين العمل فيها 
     
 12. .زيادة التنافس مع الشركات الأخرى في سوق العمل 
 مقاومة التغيير: رابعا   
 22. .تكون ردة فعل الموظف حادة غير متوقعة على قرار التغيير      
 32. .يتفق الموظفين في الاعتراض على قرار التغيير التي تتخذها الإدارة      
 42. .وأخلاقيا  يكون التعبير عن رفض التغيير منظم       
 52. .تعمل الإدارة على إقناع الموظفين بقرار التغيير      
 62. .تشرح الإدارة أسباب وأهمية التغيير للشركة وللموظفين أنفسهم      
 يمارس الموظفين ضغوط على الإدارة للرجوع عن القرار، مثل تقليل إنتاجيتهم أو عدم المبالاة       
 72. .بالعمل كثيرا  
 82. .يرضخ الموظف لقرار التغيير حتى لا يفقد عمله      
 92. .زيادة المشاركة في القرارات بعد عملية التغيير      
 03. .يتحفز الموظف لإبراز كفاءته وقدراته      
تبذل الإدارة جهدها لفرض التغيير حتى لو اضطرت لإنهاء أعمال بعض  الموظفين       
 13. .المعترضين
 التغلب على مقاومة التغيير: خامسا   
 نمط القيادة في التغيير  )1(
 23. .يهيئ العاملين لتقبل التغيير ويقنعهم بالحاجة إليه      
 33. .يشجع العمل بروح الفريق لإنجاز المهام      
 








































     
 43. .وإيجاد  الحلول بأنفسهم. يشجع العاملين على مواجهة التحديات المتعلقة بالأعمال الجديدة 
 53. .يحفز العاملين على إتقان العمل لإحداث التغيير المنشود      
 63. .يساهم في تذليل العقبات التي تحول دون تحقيق التغيير المنشود      
 التدريب  )2(
 73. .التدريبية للعاملين في أعمالهم الجديدة الاحتياجاتتحديد       
     
 83. .الجديدة من ميزانيتها لتدريب الموظفين في أعمالهم  تخصيص إدارة الشركة جزء 
 93. .تقييم الإدارة للعاملين بعد تلقي التدريب وتزويدهم بالإرشادات      
 04. .الإنتاجيةيساعد التدريب في تحفز العاملين للأعمال الجديدة وزيادة       
 14. .برامج التدريب تحد من مقاومة عملية التغيير      
 التحفيز  )3(
 24. .تقديم حوافز مادية ومعنوية لتحقيق الإنجاز في الأعمال الجديدة      
 34. .ترقية المعاملين بناء على تحسن أدائهم      
 44. .تشجيع العاملين الجدد للتكيف مع بيئة العمل الجديد      
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Table 1 : Correlation coefficient of each item of " Company Organizational Structure " and 
the total of this field 
No. Item 




5.  It is flexible company  0.798 0.000* 
6.  Management makes a fundamental changes in 
the organizational structure regularly 
0.840 0.000* 
7.  Company Management focus about put the right 
staff in the right place.  
0.646 0.000* 




Table 2 : Correlation coefficient of each  item of " Change Management Importance" and the 
total of this field 
No. Item 





Company Management aware of  the 




Company Management make study about the 
external variables effects 
0.631 0.000* 
12.  
Company Management make study about the 
influential power effects on change processes 
0.624 0.000* 
13.  




Company Management apply a systematic 
approach in change process 
0.744 0.000* 





The company management  focus at hiring an 




Company Management try to explain the 
importance of change for all employees at the 
different managerial levels 
0.705 0.000* 
17.  
Company Management make responds to the 
employees suggestions for change 
0.591 0.000* 
18.  
Company Management apply transparent 
change processes based on a wise principles 
0.611 0.000* 
 
Table 3 : Correlation coefficient of each item of " Reasons For Change " and the total of this field 
No. Item 





External factors like war and siege 0.555 0.000* 
10.  
Company face huge loses and falling profits. 0.554 0.000* 
11.  
Internal employees conflicts and problems 0.336 0.000* 
12.  




Reduction in employees production 0.543 0.000* 
14.  
Employees incompetency in execute job tasks 0.685 0.000* 
15.  
The continued development of the company and 
the continued in making improvement in the work 
0.578 0.000* 
16.  











Table 4 : Correlation coefficient of each item of " Change Resistance " and the total of this field 
No. Item 





change decision is unexpected by the Employees 0.661 0.000* 
12.  
Employees come to an agreement to reject the 
management change decision 
0.576 0.000* 
13.  
The rejection method is organized and respectful 0.578 0.000* 
14.  
Company Management work to persuade the 
employees on the change 
0.635 0.000* 
15.  
Company Management explain to the employees 
the importance and positive effects of change 
0.671 0.000* 
16.  
The employees try to put a pressure on company 
management to undo the change by reducing the 
productivity or show the carelessness in work 
0.714 0.000* 
17.  












Management force the change even if it is required 
to terminate some objector employees 
0.733 0.000* 
 
Table 5 : Correlation coefficient of each item of " Leadership Manner " and the total of this field 
No. Item 





Prepare the team to accept the changes and how much 
they need it 
0.825 0.000* 
7.  
Encourage the team work spirit to complete job1 tasks 0.856 0.000* 
8.  
Encourage the team to deal with new challenges and 
resolve it by themselves 
0.741 0.000* 





Motivate the team to work professionally to 
accomplish the required changes 
0.796 0.000* 
10.  
Contribute to overcome the obstacles that prevent the 
achievement of change goal 
0.595 0.000* 
 
Table 6 : Correlation coefficient of each item of " Training " and the total of this field 
No. Item 





Determine the staff training requirements for new roles 0.781 0.000* 
7.  




Management conduct post training evaluation for staff 
and provide them with required guidance 
0.846 0.000* 
9.  
Training will assist in motivate the staff and increase 
their productivity in new roles 
0.846 0.000* 
10.  
Training programs eliminate the change resistance 0.835 0.000* 
 
Table 7 : Correlation coefficient of each item of " Motivation " and the total of this field 
No. Item 





Motivation and incentives are provided to 
accomplish new work tasks 
.808 0.000* 
6.  








Provide an opportunity for staff to keep learning 









Table 8 : Correlation coefficient of each field and the whole of questionnaire 
No. Field 




9.  Company Organizational Structure 0.353 0.006* 
10.  Change Management Importance 0.832 0.000* 
11.  Reasons For Change 0.740 0.000* 
12.  Change Resistance 0.788 0.000* 
13.  Leadership Manner 0.835 0.000* 
14.  Training 0.863 0.000* 
15.  Motivation 0.839 0.000* 
16.  Overcome The Change Resistance 0.932 0.000* 
 
 
 
